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ORGANIZATIONAL ASSESSMENT INDICES OF IFFFCTIVFNFSS

1. INTRODUTION

Research personnel and practitioners of Organizational D~evelopment 01D) prgrm ha~c hid
an interest in specifying in somec precise way what changtes have occurred within organl/atiotls
when a variety of intervention strategies have been employed. To accomplish this Interventionl.
strategies need to be specified precisely, as well as the resulting effects. The effects are usuall%
thought of as criteria of organizational effectiveness. Frequetntly used criteria ini organi/at joial
change programs include job satisfaction, organizational climate. pei formiance ratings. pi oduct
production rates, and perceived productivity. The research discussed in this report focused otll ole
aspect of the subject by viewing organizational change within a contingencN model of effciiscness.
Specifically, this research investigated how to develop quantitative indices which reflect various
aspects of an organization which are subject to change when the organizational ss stemi is ittodified.

I. METHOD

Model and Survey Instrument

The three Component Organizational Effectiveness Model (Figure 1) previoulsly reportcd bik
H~endrix (1976) considered Organizational Effectiveniess (F) to be a function of' thie crud lion
selected (c), the managerial style employed (iti). and the situational environtment (s) which includes
the manager's subordinates, peers, and other persotnnel in thle etivironit ent t hat is. I- = f c. in. s). lIt
Hendrix (1976), the model was initially entitlcd the Three Comtponlent Leadership Itlect veniess
Model and has since been expanded to lbcus oil tile ettire orgaiiat ion. Also the concept of
leader (Q) has been replaced in the model by the manager (ill).

Lexend:
N - Managemenlt Style

St - supervisory inveitoty
S - Situational Environmnet

JI-Job Inventory

J1 : Background Information
9-Effectiveness
C-Criterion

j * Job Satisfaction Questionoire

OCX - Organizational Climate Inventory
FF1 o Perceived Productivity Inventory

Figure 1.Three component organizational effectiveness model.
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The Organitatjonal Assessment Package (OAPI , as designed to maure thc ba ,,sic c , nkt,
oI the Three Component Orgatiational I fledciveness Model. A, can he noted i I-n enui I. ihc

Supervisor Inven tor (SI) Aas designed to tneasure inanagertal st Iv (no. Alhde tile situllat nil
enviromluent is) was to be measured by two sections of the O.AP. the Background lilonrtalon
(BI) section. and the Job Inventory .11). The Job Inventory included items to ineasuie tob
enrichment components as defined by lackmran. Oldham, Janson. and Puid I-47,5). the crliteria
selected included satisfaction, organizational climate, and perceived productivity. These were to te

measured hy the sections entitled Job Satisfaction Questionnaire (JSQ). Organj/ational ('liuiate
inventory (O(1), and Perceived Productivity Inventory (PPI). The version ot tile ()rgalizat iol

Assessment Package (OAP) used for data collection for this research effort is prosmided in Appendi\
A and consists of 16 Background Information items and 149 attitudinal items. The attitudinal
itenrs are 7-point (some contained a 0 point for not-applicable responses) Likert scales.

Sample

Data were collected by Air Force consultants from the Air Vorce Leadership and

Management Development ('enter (LMDC) who administered the Organizational Assessment Package
(lHendrix & ilalverson, 1979a, 1979b) at selected Air Force installations to all available persinel.
A sample of 4.786 subjects (military and civilian) was collected at five Air Force bases
representing six major commands. The sample's composition was 2"; high school not-graduates.
39"1( high school graduates or equivalent (e.g.. (;ED certified). 37,,; some college work. L),

bachelor's degree, 6% some graduate work, 6% master's degree. % doctoral degree, 78'; white.

Ilr black, 5%" hispanic, 7% listed as other than white, black, or hispanic, 8t'; osales. 14';
females- 17'/ officers. 66% airmen, and 17% civilians,

Procedure

The job enrichment core dimensions as defined by Htackman et al. (1975) were computed.
These are listed in Table I with the formula used to compute cach, and !hey included the
dimensions of skill variety, task identity, task significance, autonomy, and feedback from the job.
In addition, the Job Motivation Index (JMI) was computed. The JMI is the OAP's equivalent to
the Job Diagnostic Survey's (JDS) Motivation Potential Score (MPS). which was developed by
Htackman et al. (1975) to measure their job enrichment core dimensions. The job enrichment core
dimensions were also used to compute two additional formulas for comparison with the JMI to
see if the alternative formulas were more predictive of tle OAP's criteria. In Table I they are
identified as variables 808 (JI total) and 809 (JMI-Additive). One forrmula(808) simply stins the
five core dimensions, while the other formula suns variables 803 (autonomny) and 804 (job

feedback) instead of multiplying them as was performed in computing the JMI. These job
enrichment dimensions and their associated generated variables (i.e.. variables 807 to 809) were
then correlated with four criteria: General Organizational Climate. Organizational (0,nommications
Climate, Job Related Satisfaction, and Perceived Productiit'v. The ftour criteria were developed ill a
previous study (Hendrix & Halverson, 1979 a) where they were extracted during factor analysis of
OAP's attitudinal items (i.e., items 17 to 165). For each of these four factors, factor scores for
each subject were computed to produce the four criteria indices of organizational effectiveness. In
addition, factor scores were generated for subjects on 12 other OAP factors isolated by Hendrix
and Halverson (1 979a). (See Appendix B for factor score coefficients.' Table 2 lists the 16 factors
which had scores computed to provide a single index for each factor for eact subject. The
resultant factor score variable is identified in Table 2 in the column labeled "Dependent Variable"
(i.e., variables 830 to 851). Variable numbers can be used to identify OAP items by referring to
Appendix A. The numbers provided in parentheses in Appendix A are the variable numbers
associated with the respective OAP items. For example, the factor score criterion of General
Organizational (imate is listed as variable 830.

......



- x + -

000 o
E X +

;7, ;7 - -

0
0 0

o-I

4,q

-1-EI
>

00C

CD CD > C)

0000000a CQ*0

. .. ............



r- r N

0 r - I I I rrI,

r' ri , i r r , r ,

cl I

r- C : 't 0'X

o> n, r I C - , I. - %
o ~ ~ ~ CI'Il rl ')t

C, r 1 .

emr -'r.~ ' r~,r - DI
r- - ,l i l - i lt 1~ 1

4S,

1C4

4,, ">

030

r -



I ie% naesm stp Involved esliniai Ing hat ko fil be referred to as the I it- la, I i iit', o. i1l,11l

was coltmplild onl all items associated kvitli a c i 1.rtclol. ho, usilie, Nsub-Nsd At fiileftits I of

example. Appendix B~ providc e t a'Cior SCore cCt lfiCieiitS h filiho Ib tadCtoiN usIiiths e III[Il'-i
anid incl tides thle fotur criteria tit Getit'ral ()rean ice i nal ( 'liuu . rwaui:at, wal ( tto mimiu an Uits

(Wunate,. lob Relawl ,'aisfatji on. atid l'crceired lf tluiiv. the ii p ,c it I cse 'Iai ss %% .Is f"

establish sklicilici a smiall sulb-set kit itemsl skokild deui la p tile Ciuiliioii '.ariaick. Ieiic(LI CI h\
file trute fact or scote. ]I- life R' valutes %keic siunifican llx highl. then fihe ()At' Irts niot uscd III

the equations could he deleted. therehis re ducine1 the lengil itof tile 0).*t. InI Appeiuili\ HI. I'l 111il
If ''eral ()ry'antim~ianl (Climate tactor. there are a total of 23 itemus osed i c opll llll A cisciI

subject's factor score. 01 thuese 23 items. tile l10 iteiri loading (Ile hlighest knili e 1t101oi \CiC
regressed against thle trule fact or score (variable 830) to produce thle (;(weral Urcami:aum 'at (ioart
I-stiunated k~i-or Score'. These 101 itemls afrc listed Ill t1able 2 uder tle 1:01111111 labeled
"Itidepetident Variable.' As previoush\ iioted. eacit itel is identifiied bx" its variable liiiibei u Itielt

Canl he Used to identify the O)AP item in Appendiss A. For die Otaui-ali oe! (lipliat, Iniiilr .t
tirIe respontse opt ions available did mitt i netltde a i) -nt app/chlo ltirespo n se opion ie I'. iilcid

Notm-fri * - irci ,r . Sutpervisor /ini-cnft r aiid Iephb Satisjactitm i/iQusthmitiir(. i-, se did biase

the () ~not app/tohbc response optioin. A provision had to he mitade for ittelusioni ot thtts respttris
opt) itto n tir te reeressutun eqiuationrs associated \.itih vaiables fromi these irivcritmties. this %a .s

accomtill ished by c rca t ug a ti cv, variable toi represent tIile ()-nt appiuable respontrise for ea ch itecii

ha ving that res potnse ioptioin. For examriple. iti T-abIe 2.st aal si 4 hias five in clepeitdentm %iahl es
listed: hoiwever, tire regreSSioti equtatiut on piuted Consisted of I U independenit variables: fike (i
MhIcI were thIose that could be responded to onl a 7-poitit scale. pilus. tire five vai ables created
to r thle = not applicable response iptioins. III Table 2. tire it ens variables pn tvjded minde r tile
cotlumn labeled "Independent Variables'' for ;eutcral Otaniti~ei ona (Thnae lsiuited leertpr Sotwi('

are tisted in descetnding order of ltte moagnittude of' ttheir factor loadinges. This otrder canl alsot be
nouted its Table 3 which contains the highest toading t0 itemts fI'r eactt facltor isiotat ed diig a series ot[
fatctor analyses perf'ormed by Ilendrix and H alverson (I 1079a). Ttiese factor est ttat itt scoires \\erd
computed for all I ( factors listed in Table 2.

Ttte next group of analyses pertbOried itnvtilved regressing a series of' predlct ioo variables ttoni
ttue Job htt'coiirv and Superv'isor limntttor' against thle tour criteria toi develoip equaltins n tuieli
eould be used to predict the criteria should thle Job and Supervisor Itiventories be used separateh\,. [able
4 lists thle series of regression atnatyses performied in developing these equations. The f-irst set oh,
atiatyses in ttis group involved regressing situatioinal variables frottile OAP~'s Job Invecntory atgainst
the four criteria (i.e., variables 830 to 833), The second set of' arnalyses regressed MIanagerial
variables frort the Supertvisor Invecntor " ' against the criteria. Thle third set oft analyses regressed thle
combined set of' variables frot the Job Invn'tr nI- and Supcrisitr fittltni1 to otaiti t anggregate
index for predicting the four criteria. Tire nurpose of' these analyses was it) finld the smnalcst
sub-set of predictor variables which would accotunt I'M tile inujorily kif predictive variance. Ttt
accomplish this a slepwise regressiotn procedure (i.e.. stepup procedure) was desired. The Comoputer
programs available, however, did not have a stepwise prograto which added eacti variable iti terms
Of tmaximally increasing R2 to some Specified Stop criterion.

To aecotmplish the desired etid. two available programs. REGR and REGRIA. were run.,
These two progrants were developed by tine C'otutational Sciences D~ivisiont. Air Force liuman
Resources Laboratory. The first progratm (REGR) added three variables at a titti. selectirtg the
three variables which had [lte highest combined R2 of' atty three-variable set. Iteratively. the next
three nmost predictive Variables were added unt it a siop criteriort was inet. Itt this ease. tile stop
criterion was .0001 for R2 increas. That is, an R' itncrease of' .0001 or larger had to occur wiith
the candidate variable tor it to be entered in the equation. Thte next step involved putting thtose

A*q



Table 3. OAP Sections Detailed Factor Analyses

Var. Loading Alpha Var. Loading Alpha Var. Loading Alpha Var. Loading Alpha

Situational Environment

Planning and
Job Enrichment Task Autonomy Time Management Supervisor Influence a

215 .73 213 .79 224 .80 247 77
244 .70 .8 6 d 204 .78 .SO1 223 .68 .71d  246 .74 79
210 .63 .7 9d 214 .67 .83- 225 .61 71 

d  245 .74 84
203 .61 .81

d  248 .49 .84d 222 '59 -70d 248 1 86
201 .58 .82

d  205 .41 .84 219 .45 .70d 216 .44 .84
212 .54 .84

d  209 .36 .86 229 .39 .71
d  

241 .38 .85
230 .52 .85

d  
211 .35 .86 232 .36 .73d 217 .31 85

209 .51 .86
d  246 .28 231 .35 .76

d  244 36
217 .49 .87

d  
231 .28 235 .35 .78d 220 27

202 .49 .87 d  202 .25 241 .25 236 .26

Advancement/ Equipment/Work
Recognition Space/Goal Clarityb Work Repetition Task Ac omishmentc

239 .80 208 .74 226 .81 218 .64
240 .64 .69

d  207 .65 .53
d  227 .80 .7 1 d 206 .52 .32d

234 .61 -69
d  220 .34 .56 228 .47 .62 228 .51 .40

d

241 .48 .75 d  
211 .33 .62 225 .23 212 .42 .46 d

233 .27 209 .30 .70 244 .22 201 .41 .58
d

231 .21 2!7 .30 .75 215 .17 202 .32 62
d

235 .21 221 .28 223 .17 230 31 .68
d

244 .20 233 .26 206 .17 220 .27
219 .19 202 .22 202 .16 221 .27
221 .19 234 .21 203 .15 217 .22

Supervisory Inventory

Management/ Supervisor Autonomous
Supervision Assistance/Feedback Autonomous ConhrolC

404 .77 435 .76 421 .69
412 .76 .86

d  
437 .74 .85

d  
419 .65 5 3d

413 .73 .89
d  

442 .73 .87
d  

415 .56 51
d

416 .72 .90
d  

433 .71 91
d  

417 .56 .5 8d

411 .72 .91
d  

431 .71 .92 434 .35 .55
414 .71 .93

d  
436 .69 .92 425 .31 .60

405 .70 .93
d  

429 .68 .93 422 .29 .66
410 .68 .94

d  
438 .67 .94 443 .29

440 .68 .95 428 .66 .95 403 .28
406 .67 .95 427 .62 .95 426 .26

Organization Climate Inventory Perceived Productivty

General Organizational
Organizational Communications High Performmce

climate Climate Productivity Dixtrbution

111 .76 104 .86 260 .83 262 .78
121 .75 82

d  
103 .84 .88d 265 .80 .74

d  
263 .77 .34

110 .73 .85
d  

105 .71 .86
d  

261 .78 .80
d  

259 .16
122 .71 .87

d  
107 .67 .87

d  
259 .72 .81

d  
264 .05

109 .69 .90
d  

113 .61 89
d  

264 .71 .92
d  

260 .05
112 .69 .90

d  
124 .59 .89 263 .24 261 .01

216 .66 .91
d  

106 52 .90 262 .23 265 .01
115 .66 .92

d  
102 .51 .91

117 .6 92
d  

120 .48 .91
114 .61 .9 3d 109 .44 .92

114 .44 .93

10



Table 3 (C(ntihitni)

Var. Loading Alpha Var. Loading Alpha Var. Loading Alpha Var. Loading Alpha

Job SatisfactioA

Job Related Local Area/Social
Satisfaction Satisfactionb Training Base Facilities

717 .75 707 .81 711 .80 721 .86
723 .72 .6 2 d 708 .69 .6 3 d 712 .79 .71d 720 .78 .75d
716 .69 .78d 706 .45 .64 704 .45 .67 722 .71 .74

d

718 .68 .79 d 705 .39 .72 713 .43 .73 707 .20
719 .63 .82d 709 .36 .75 705 .39 .77 715 18
710 .56 .84d 714 .35 .77 709 .38 .80 704 .17
715 .52 .85d 704 .33 .80 706 .35 .82 714 .16
705 .50 .8 6d 713 .28 716 .31 .84 71S .14
713 .50 .87d 716 .28 719 .31 .86 717 .14
714 .42 .88d 710 .27 723 .29 71l .12

Need for Enrichment

Meaningful/ Desired Repetitive/
Responsible Work Easy Tasks

252 .87 255 .86
253 .84 .85d 258 .83 .64
251 .84 .88d 254 .22
250 .83 91d 251 .19
254 .82 .92d 250 .18
249 .69 .92 256 .14
256 .68 .92 252 .13
257 .66 .91 253 .09
255 .10 249 .04
258 .05 257 .04

aThis factor recommended for deletion since in the overall OAP factor analysis variables listed here load on factor in the
Supervisor Inventory.

bRecommend deletion since internal consistency index is low for variables recommended for inclusion. Additional

variables not recommended for inclusion since they do not logically relate to the factor.
CThis factor is weak in terms of internally consistency. Should this factor be included, additional items to strengthen

it is recommended.
dRecommended for inclusion.
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variables. Identitied h,. tile R1(.R roeri0t11I as tile Most p)10diHCte Set into ihe RI (,RI \ pioeioii
This progratn did nt' pios ide a Stop1 ci iteriotlias did R1(GR. bill did pet 11111 iddim- ecih siriabl
iterativels staitig s iti tie '%aiiable eilditte thle highest R<2 . then aiddi, .t second satijble Mi ich
when cominihted sstli thle lt.produced the highest coiiibned R'. atnd theni Ii a like taslio.i le

ititaitiw ti Sariables ss ci e added . ilietClore. h\ using these twit pimeiiiis. the stepsM INC rCeesiot
eLIlat ions'. %\el pro0du1cd.

Ilt. RFSLI TS

table S lists thle job etiichnten variables dlescribed earliel IN wsell als tile 1-iii ci iteli of
(vietral ()rani:arionpal ( 'lualt. O.rgani-ahional (oiimtiiatjims Uimna, lob Whileds Saiisfatij .

and 1','rccire,1 lp Iuri mitit. For eachi variable, the miiitii or lowest it ing anid die tiaxiliiiiiiii

highest rating, ervert b an individuall IS ilso listed alo11g With tile Mean atid stanidaid deviation lot
eac:h %aiable. Table 0 is atil inter-correlatioi mitix, oft tile Joh enlichlnent foritluhas \sV'SO to
VS09Q) and tile toni criterion variables. Also included arIe tile regiessioti correlation coetticicris

from aitalvses 17 to 20. where variables (ron the Job Iventory (i.e.. situtitonal vaiables) \%Ce

regaressed againlst thle fou criteria. lIn review itig, the correlattorts of' die three job eniictiterit
t .ortnuos (i.e., WNI . VS07: J11 Total, V808: and JkMi Additive. VSO -i s\i th(Ie f'our ctiIa (I.e..
VN30 to V833 it pat tern appears. Althlough thle difterettees between thle correlatiotis aie Small. Ill
all eases thle J1 Total and JMI Additive ft'iuLlas are More predictise of tile fou1r ciiteiia thatn \% as
thle JMI mul.1tiplicative forimula. For three of- thle criteria (i.e.. V830) ito V8,12 . the JNI Arlditise
foririuLla svas the best predict or. w~hile for Pereived Prod octivitv (Vs."."). tile J I To tal predicted
best. Instead of usinig these rather simple b'ritulas. bet tet prediction of' the ci iteria wkould bie
expected if a series of' job enrichmrrent iteits were regressed against ihe iii. Anal\ses 17 it) 201.
\NhInch will be discussed Ii more detail latei, were such aiial ses %%nc lin icopoiated ob relevant
variables for prediction of thle to u~r criteria. The t~ ao rs w bis he S an abl Cs me asm ed amie list ed
Ii lTablIe 3 under thle Ii ad in es of' Situahi oal 1Km ir 'it o t antd N edI r l~mjIi t 0cm All %maiab Ie\
\&ere included tin the stepwise regression pool piior to anlal)sis. eceCplt i tents loaditng on1 thle
.Supervisor lrrctice Ifact ir. As caltl be rnoted Ii Table 6i. thle ic gressitit eq uaitio ns inuitipl e
Correlations are consistently higher than were the correlations fin the JML J I Total. and i \il
Additive formulas, Theref'ore, if' the definition otf the wsorld of wkoik is, broadened be Onid that
uIsual lv apli ed to j tb en ri climen t so Iia t it inclides all talct ors idein tiftied b\ thle 0 AP's Job
Invetntory. thetn a better predictive system results to0 r)1e d icingI f sait i stIa ctI IonI. climate. atid
productivit ( V830 to V833 ) as defined withbin this report. Since t his cotieep t is soines'hat broader
than detined previously i this report. the termn Sitmatiotial lin-inmooicnt Index It I) will be used
to identlity the predicted value fo r anl individual or workgroup whici computed bs ftr egressimn
equatiotns provided in Appendix I). The 511 can be cotisidelCed siiiiplv ride c or predicting tile
four OAP criteria (i.e.. (;c'ral 0r~aiziational ('linatc. ()ramizatitiowl C 'oumati is ( Thoati. lobI

Relatoci Satisfacti'on, arid I'trcirtii Pri drctit'itv it roil joh related vattables associated %k ith tlw little
f'actoirs of* Table .3 .Nittati' 'al t ivirimen t~ anrd Acct ed 'r 1.116rh'i11010It Sect itns titlie Superrtisor
In~luencte factor variables were not included).

The seco nd group of analyses involved de velo pin g am r'stimatod Yctof r wo loCtir tile trut,
Jaor core, if' rte lit tactors listed in Table 2. The variance accouited for inl thle title f'aCtoi
score by uising a stub-set (t'f variables ito produce tile estimated factiir score is identifiedI b\ the R'2
diolunin in Table 2. The predictive accuracy ti'fithe estitmated faictor score equationts w~as rather
high. ranginrg frotm a low of' .673 ( Supervisor Assist alice' 1-eedback f'actir ) to it high of' 989W
(Perceived Productivity f .actoir). Three factors had R2 values inl the .90's: seven flictors were iii the
.XO's; live factors were in the .70's-. and one f'actor had an R2 in thle .60's. Thle equtatimons tor
eachi estimated factor score are provided in Appendix C. which is ail abbreviated version otfitle
computer regression analysis otutput.
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Table 6. Correlations of Job Related Formulas
with Four Criteria of Effectiveness

SEI
iI JMI Regression

JMI Total Additive Equation
Criteria (V807) (V$08) (VS09) (Analyses 17-20)

General Organizational Climate (V830) .436 .462 .467 .71()
Organizational Communications Climate (V831) .215 .21) .226 .484
Job Related Satisfaction (V832) .505 .520 .532 .723
Perceived Productivity (V833) .394 .459 .437 .652

The estimated factor score can be computed operationally. by adding the regression constant
to the sum of each variable times its associated regression weight, that is y = regression constant +
regression weight, (variable,) + regression weight 2 (variable 2 ) + . . . .+ regression weight, (variable,).
The variable numbers associated with OAP items are those preceded by the letters "FO' (e.g..
variable 109 is listed as F0109). Both raw score . and standardized weights are provided focr
computing equations using respondents' actual score responses or using scores that had been
standardized. As noted earlier, those items having a 0 =not applicable response option had the
not-applicable responses coded as a separate variable from the respective item. For example, in
Appendix A for item number 75, it can be noted that if the item is applicable, it ctn be
responded to on a I to 7 scale, and a I to 7 response would be coded as variable 259 for
analysis purposes. If an individual enters a 0 to indicate the item is not applicable, then this
response would be coded as variable 724. This permits developing regression equations which allow
for weighting both the I to 7 response options and the 0 =not applicable response options. This
can be seen for analysis 4 (Perceived Productivity Estimated Factor Score) in Appendix C where
variables 259, 260, 261, 264, and 265 are the I to 7 response variables and variables 724. 725.
726, 729, and 730 are the respective 0 =not applicable responses associated with the above I to
7 response variables.

The next group of analyses involved developing regression equations using predictor variables
from the Job Inventory and Supervisor Inventory to predict the four criteria. In Table 4 under
the R' column is listed the variance in the criterion accounted for by the predictor/independent
variables when regressed against the respective criterion using the stepwise regression procedure
described earlier. Those variables identified as situational variables were from the Job Inventory.
those identified as managerial variables were from the Supervisor Inventory, and those identified as
OAP variables included variables from both the Job and Supervisor Inventories. These regression
equations provide a single index for predicting a given criterion. If the Job Inventory and
Supervisor Inventory were administered without the other inventories, then the "OAP variables"
prediction equations would serve to estimate the criteria scores. If either the Job Inventory or the
Supervisor Inventory was used separately, then the "situational variable" equation or "managerial
variable" equation could be used to predict the criteria. The "OAP variables" equations had the
highest R2 values since both situational and managerial variables were included (R2 Range = .304
- .565). The "situational variables" equations were the next most predictive (R2 Range= .235
.522), with the "managerial variables" equations being the least predictive (R 2 Range= .186
.416).

The equations for predicting the four criteria from the situational and managerial variables
are provided in Appendix D. The regression equations provided in Appendix D follow the same
format as those in Appendix C, and operationally, the estimated criterion scores are computed the
same as previously described.
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IV. DISCUSSION

Three groups of analyses have been presented. The first compared various 1ormulas tor

determining job enrichment in terms of their predictive ability of four OAP criteria. The JMI

fornula was the least predictive, while the SF1 was the rmost predictive. The SEI included more
variables and its computation was more complex and did not readily permit handscoring as did
the JMI. Jl total, and JMI Additive formulas. Nonetheless. its increase in predictability over the
other formulas was sufficiently large to recommend it for consideration for operational use as a
predictive index of the four OAP criteria.

The second group of analyses involved estimating factor scores for OAP factors from a small
sub-set of variables associated with each factor. These equations were highly predictive (R2

Range = .673 .989) of the true factor scores and provided a means of accurately predicting the
true factor scores with fewer variables.

The third group of analyses involved predicting the four criterion factor scores with variables
from the Job Inventory and Supervisor Inventory. By combining variables from the Job and
Supervisor Inventories, the most predictive equations of the four criteria were obtained (R2

Range = .304 - .565).

The equations provided here are recommended for use with the OAP. First, a single index
for each factor can be obtained using the factor score coefficients provided in Appendix B. In
addition, there are equations which provide a means for computing the JMI by the traditional
Iackman et al. (1975) formula, plus other formulas, of which the SEI is recommended if
predictive accuracy of the OAP criteria is desired. Also, equations to estimate factor scores permits
an OAP user to reduce the length of the OAP. This can be accomplished by selecting only those
inventories or factors of interest and then selecting those items from the factor score variable
sub-sets used to estimate the true factor scores. The regression equations (Analysis 17 to 20)
developed for predicting the OAP criteria from the Job and Supervisor Inventory variables permits
estimating the criterion scores for work groups without administering the Perceived Productivitv
Inventor', Job Satisfaction Questionnaire, sr tie Organizational Climate Invientory. Therefore, this
is another way of reducing the survey length if desired.

V. SUMMATION

The Organizational Assessment Package (OAP) was developed to measure the components of
the Three Component Organizational Effectiveness Model. Each inventory or questionnaire within
the OAP was designed to be used independently, or as a part of the total package. This modular
concept when used with the regression equations presented in this report provides a flexible
instrument package to be used in total or in part. If a shorter version of the OAP is needed, a
variety of methods for reducing survey length are presented. If length is not an important
consideration, then the full length OAP provides a means of tapping factors associated with the
manager, the situational environment, and the various criteria of effectiveness.
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APPENDIX A: ORGANIZATIONAL ASSESSMENT PACKAGE (VERSION 3)

The Organizational Assessment Package (OAP) is a series of surveys for collecting information about you,

your job, your work group, your supervisor, and your organization.

The terms work group, organization, and supervisor are used throughout the OAP and need some

clarification. The term work group refers to a group of individuals working for the same supervisor, while

the term organization refers to the overall organizational unit. For example, if your position is within a

section of a squadron then the squadron would be your organization and your section would be your work

group.

With the exception of the Background Information Section, two types of sAtes are used in the OAP. Most

surveys will have a seven point (I - 7) scale; however, three inventories will include a zero point (0 - 7)

which should be marked if an item is non-applicable. Mark your answers on the separate answer sheet

provided. Please use a number 2 pencil only. Make heavy black marks that fill the oval-shaped space. Fr

example, using the scale below, if you moderately agree with item statement I then you would blacken oval

number 6 on the answer sheet as shown in the example below.

Scale:

0 = Not applicable 4 = Neither agree nor disagree
I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree

3 = Slightly disagree 7 = Strongly agree

Item Statement

1. The information your work group receives from other work groups is helpful.

Answer Response:

( ) 001 (1) (2) (3) (4) (5) 3 (7)

Should the above statement not be applicable for you then you would mark the unnumbered oval as shown

below.

Answer Response:

I 002 (1) (2) (3) (4) (5) (6) (7)

It is important that you answer all items honestly. Only in this way can an accurate description of your

organization be obtained.

Summary results only describing your organization will be provided to your organization. In turn, your

organization will have the opportunity to present the results to you and discuss them. Your individual

responses are confidential, and will not be provided to your organization or any other agency. Only those

individuals performing this research will have access to your completed OAP.

DO NOT STAPLE OR OTHERWISE DAMAGE THE ANSWER SHEET.
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PRIVACY ACT STATEMENT
1. Authority: 10 USC 8012, Secretary of the Air Force, Powers, Duties, Delegation by Compensation

E.O. 9397, 22 Nov 43, Numbering System for Federal Accounts Relating to Individual Persons.

2. PRINCIPAL PURPOSE(S): This information will be used for Air Force research and development
purposes and for organizational problem area identification.

3. ROUTINE USES: Information provided by respondents will be treated confidentially and will be
used for official research purposes and organizational problem area identification. Information obtain
will also be used to improve instruments and techniques for organizational assessment.

4. WHETHER DISCLOSURE IS MANDATORY OR VOLUNTARY AND EFFECT ON INDIVIDUAL
OF NOT PROVIDING INFORMATION. Disclosure of this information is voluntary. The Air Force
continues to improve only with your assistance to make additional refinements in management of its
resources. YouT cooperation in this effort is appreciated.

BACKGROUND INFORMATION

Instructions

The first section of this survey concerns your background. Please use the separate answer sheet and darken
the oval which corresponds to your response to each question.

I. You are an:

(901)0 1. Officer (904) 4. Civilian (Wage Employee)
(902) 2. Airman (905) 5. Non-Appropriated Fund (NAF) Employee
(903) 3. Civilian (GS) (906) 6. Others

2. Your grade level is:

(907) 1. 1-3 (911) 5. 10-12
(908) 2. 4-5 (912) 6. 13-IS
(909) 3. 6-7 (913) 7. 16 or Higher
(910) 4. 8-9

3. Total months in this organization is:

(914) 1. Less than I month.
(915) 2. More than I month, less than 6 months.
(916) 3. More than 6 months, less than 12 months.
(917) 4. More than 12 months, less than 18 months.
(918) 5. More than 18 months, less than 24 months.
(919) 6. More than 24 months, less than 36 months.
(920) 7. More than 36 months.

*Number'in parenthems ideaitleis variable for reference only.
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4. Total months experience in present job is:

(921) 1. Less than I month.
(922) 2. More than I month, less than 6 months.
(923) 3. More than 6 months, less than 12 months.
(924) 4. More than 12 months, less than 18 months.
(925) 5. More than 18 months, less than 24 months.
(926) 6. More than 24 months, less than 36 months.
(927) 7. More than 36 months.

5. Your race is:

(928) !. American Indian or Alaskan Native
(929) 2. Asian or Pacific Islander
(930) 3. Black, not of Hispanic Origin
(931) 4. Hispanic
(932) 5. White, not of Hispanic Origin
(933) 6. Other

6. Your sex is:

(934) 1. Male
(935) 2. Female

7. Your highest educational level obtained was:

(936) 1. Non high school graduate
(937) 2. High School graduate or GED
(938) 3. Some college work
(939) 4. Backelor's degree
(940) 5. Some graduate work
(941) 6. Master's degree
(942) 7. Doctoral degree

8. Highest level of professional military education (residence or correspondence):

(943) 0. None or not applicable (946) 3. NCO Academy (Phase 4)
(944) 1. NCO Orientation Course or (947) 4. Senior NGO Academy (Phase 5)

USAF Supervisor Course (948) 5. Squadron Officer School
(NCO Phase I or 2) (949) 6. Intermediate Service School (Officer)

(945) 2. NCO Leadership School (950) 7. Senior Service School (Officer)
(NCO Phase 3) (i.e., Air War College)

9. How many people do you directly supervise (i.e., those you write performance reports for)

(951) 1. None (955) 5. 9to 12
(952) 2. 1 to2 (956) 6. 13 to 20
(953) 3. 3 to 5 (957) 7. 21 or more
(954) 4. 6to8

10. Does your supervisor actually write your performance report?

(958) 1. Yes
(959) 2. No
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11. Your work requires you to work primarily:

(960) 1. Alone
(961) 2. With one or two people
(962) 3. As a small group team member
(963) 4. As a large group team member (C or more people)
(964) 5. Other

12. How stable are your work hours?

(965) t. Highly Stable - Routine 8 hours a day
(966) 2. Very Stable - Nearly routine 8 hour day
(967) 3. Moderately Stable - Shift work which periodically changes
(968) 4. Slightly Unstable - Irregular working hours
(969) 5. Highly Unstable - Frequent TDYs, frequently on call

13. Your job requires how much communication between workers?

(970) 1. Very little (973) 4. Very frequent
(971) 2. Little (974) 5. Almost continuous
(972) 3. Moderate

14. To what extent in your work group are group meetings used to solve problems and establish goals
and objectives?

(975) 1. None (977) 3. About half the time
(976) 2. Occasionally (978) 4. Almost totally

15. Your work schedule is basically:

(979) 1. Shift work, usually days,
(980) 2. Shift work, usually swing shift.
(981) 3. Shift work, usually nights.
(982) 4. Shift work, usually days and nights.
(983) 5. Daily work only.
(984) 6. Crew schedule.
(985) 7. Other.

16. Which of the following best describes your career intentions?

(986) 1. To continue in the Air Force.
(987) 2. Will most likely continue in the Air Force.
(988) 3. May continue in the Air Force.
(989) 4. Planning to retire in the next 12 months.
(990) 5. Other
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JOB INVENTORY

Instructions

Below are items which relate to your job. Read each statement carefully and then decide to what extent the
statement is true of your job. Indicate the extent that the statement is true for your job by choosing the
statement below which best represents your job.

I = Not at all 5 = To a fairly large extent
2 = To a very little extent 6 = To a great extent
3 = To a little extent 7 = To a very great extent
4 = To a moderate extent

Select the corresponding number for each question and enter it on the separate answer sheet.

PART 1: THE JOB ITSELF

(201) 17. To what extent does your job require you to do many different things, using a variety of
your talents and skills?

(202) 18. To what extent does your job involve doing a whole task or unit of work?

(203), 19. To what extent is your job significant, in that it affects others in some important way,-

(204) 20. To what extent does your job provide an great deal of freedom and independence in
scheduling your work and selecting your own procedures to accomplish it?

(205) 21. To what extent does just doing your job provide you with chances to find out how well
you are doing?

(206) 22. To what extent do additional duties interfere with the performance of your primary job?

(207) 23. To what extent do you have adequate tools and equipment to accomplish your job?

(208) 24. To what extent is the amount of work space provided adequate?

(209) 25. To what extent does your job provide the chance to know for yourself when you do a
good job; and to be responsible for your own work?

(210) 26. To what extent does doing your job well affect a lot of people?

(211) 27. To what extent does your job provide you with the chance to finish completely the piece
of work you have begun?

(212) 28. To what extent does your job require you to use a number of complex skills?

(213) 29. To what extent does your job give you freedom to do your work as you see fit?

(214) 30. To what extent are you allowed to make the major decisions required to perform your
job well?

(215) 31. To what extent are you proud of your job?

(216) 32. To what extent do you feel accountable to your supervisor in accomplishing your job?
(217) 33. To what extent do you know exactly what is expected of you in performing your job?

(218) 34. To what extent are your job performance goals difficult to accomplish?

(219) 35. To what extent are staff assistance visits helpful in achieving job performance?

(220) 36. To what extent are your job performance goals clear and specific?

(221) 37. To what extent are your job performance goals realistic?
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I = Not at all 5 = To a fairly large extent
2 = To a very little extent 6 = To a great extent
3 = To a little extent 7 = To a very great extent
4 = To a moderate extent

(222) 38. To what extent do you use Management Information Systems(e.g., Computer Printouts,
reports, etc.) to make decisions in your job?

(223) 39. How much of your time is used for planning more than 6 months ahead?

(224) 40. How much of your time is used for weekly or monthly planning?

(225) 41. How much of your time is used for daily planning?

(226) 42. To what extent do you perform the same tasks repeatedly within a short period of time?

(227) 43. To what extent are you faced with the same type of problem on a weekly basis?

(228) 44. To what extent are tasks you perform easy to accomplish?

(229) 45. To what extent is planning modified to meet changing job related needs? Changing
environment?

(230) 46. To what extent does your job keep you busy?

(231) 47. To what extent are the people affected by decisions asked for their ideas?

(232) 48. To what extent is the amount of information you get from other work groups adequate
to meet your job needs?

(233) 49. To what extent do you know what the objectives of your organization are?

(234) 50. To what extent are you aware of promotionladvancement opportunities that affect you?

(235) 51. To what extent is your work'group involved in establishing goals?

(236) 52. To what extent does your work group solve problems effectively?

(237) 53. To what extent does your work group perform effectively under pressure?

(238) 54. To what extent do coworkers in your work group maintain high standards of
performance?

(239) 55. To what extent do you have the opportunity to progress up your career ladder?

(240) 56. To, wnat extent are you being prepared to accept increased responsibility?

(241) 57. To what extent do people who perform well receive recognition?

(242) 58. To what extent do you feel adequately trained to perform your assigned tasks?

(243) 59. To what extent are you satisfied with your job?

(244) 60. To what extent does your work give you pride and feeling of self-worth?

(245) 61. To what extent does your supervisor provide the assistance you need to manage your
work?

(246) 62. My supervisor asks for ideas before making decisions.

(247) 63. To what extent does your supervisor encourage the people in your work group to work as
a team?

(248) 64. To what extent does your supervisor allow you to make decisions concerning your job?
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Instructions

Below are statements which deal with job characteristics. Some of these may not be in your job now.
However, read each statement below and choose the answer which best represents how much you would
like to have each characteristic in your job.

I- my job, I would like to have the characteristics described:

1 = A slight amount 5 = A large amount
2 = An average amount 6 = A very large amount
3 = A moderate amount 7 = An extremely large amount
4 = A fairly large amount

(249) 65. Opportunities to have independence in my work.

(250) 66. A job that is meaningful.

(251) 67. The availability for personal growth in my job.

(252) 68. Opportunities in my work to use my skills.

(253) 69. Opportunities to perform a variety of tasks.

(254) 70. Opportunities in my work to learn new and exciting things.

(255) 71. A job in which tasks are repetitive.

(256) 72. Opportunities to keep busy in my work.

(257) 73. The opportunity to perform all tasks or jobs in my career field from time to time.

(258) 74. A job in which tasks are relatively easy to accomplish.

PERCEIVED PRODUCTIVITY

Instructions

The statements below deal with the output of your work group. For some jobs certain statements may not
be applicable. Should this be the case for your work group, then you should select the not applicable
statement coded "0" below. Indicate your agreement with the statement by selecting the answer which best
represents your attitude concerning your work group.

0 = Not applicable 4 = Neither agree nor disagree
1 = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree

N/A Resonse 3 = Slightly disagree 7 = Strongly agree
Variable

724 (259) 75. The quantity of output of your work group is very high.
725 (260) 76. The quality of output of your work group is very high.

726 (261) 77. When high priority work arises, such as short suspenses, crash programs, and schedule
changes, the people in my work group do an outstanding job in handling these situations.

727 (262) 78. There is a bottleneck in my organization that seriously affects the flow of work either to
or from my work group.

728 (263) 79. Your work group is frequently involved in crash programs, short suspenses, schedule
changes, etc.

25



0 = Not applicable 4 = Neither agree nor disagree
I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree

N/A Response 3 = Slightly disagree 7 = Strongly agree
Variable

729 (264) 80. Your work group always gets maximum output from available resources (e.g., personnel
and material).

730 (265) 81. Your work group's performance in comparison to similar work groups is very high.

SUPERVISOR INVENTORY

Instructions

The statements below describe characteristics of managers or supervisors. Indicate your agreement by
choosing the statement below which best represents your attitude concerning your supervisor.

0 = Not applicable 4 = Neither agree nor disagree
I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree
3 = Slightly disagree 7 = Strongly agree

Select the corresponding number and mark your answer on the separate answer sheet.
N/A Response

Variable
731 (403) 82. My supervisor tells me exactly what he expects me to do.

732 (404) 83. My supervisor is a good planner.

733 (405) 84. My supervisor sets high performance standards.

734 (406) 85. My supervisor's group meetings are well planned with specific objectives.

735 (407) 86. My supervisor encourages goal setting within our group.

736 (408) 87. My supervisor informs me of changes in advance.

737 (409) 88. My supervisor is consistent in predicting ,vents in our organization.

738 (410) 89. My supervisor encourages teamwork.

739 (411) 90. My supervisor represents the group at all times.

740 (412) 91, My supervisor establishes good work procedures.

741 (413) 92. My supervisor has made his responsibilities clear to the group.

742 (414) 93. My supervisor fully explains procedures to each group member when appropriate,

743 (415) 94. My supervisor's directions must be followed exactly.

744 (416) 95. My supervisor performs well under pressure.

745 (417) 96. My supervisor usually makes decisions without group discussion.

746 (418) 97. My supervisor encourages me toward greater accomplishment.

747 (419) 98. My supervisor overemphasizes the need to accomplish more than other groups.

748 (420) 99. My supervisor resolves conflicts within the group.

749 (421) 100. My supervisor over controls my work.
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0 = Not applicable 4 = Neither agree nor disagree
I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree

N/A Reponse 3 = Slightly disagree 7 = Strongly agree
Variable

750 (422) 101. My supervisor is approachable.

751 (423) 102. My supervisor tries to make the work more satisfying for group members.

752 (424) 103. My supervisor takes time to help me when needed.

753 (425) 104. My supervisor respects work group members' opinions in his decision making.
754 (426) 105. My supervisor asks members for their ideas on task improvements.

755 (427) 106. My supervisor is very interested in helping me resolve my proUems.

756 (428) 107. My supervisor explains how my job contributes to the overall mission.

757 (429) 108. My supervisor helps to stimulate enthusiasm for the job.

758 (430) 109. My supervisor focuses on major goals.

759 (431) 110. My supervisor helps me set specific goals.

760 (432) 111. My supervisor is consistent in his managerial behavior.
761 (433) 112. My supervisor lets me know when I am doing a good job.

762 (434) 113. My supervisor lets me know when I am doing a poor job.

763 (435) 114. My supervisor always helps me improve my performance.

764 (436) 115. My supervisor insures that I get job related training when needed.

765 (437) 116. My job performance has improved due to feedback received from my supervisor.

766 (438) 117. My supervisor encourages ideas for improving procedures.

767 (439) 118. When I need technical advice I usually go to my supervisor.

768 (440) 119. My supervisor is an effective manager.

769 (441) 120. My supervisor keeps me informed of changes that affect my job.

770 (442) 121. My supervisor frequently gives me feedback on how well I am doing my job.

771 (443) 122. My supervisor usually supports my decisions.

ORGANIZATION CLIMATE INVENTORY

Instructions

Below are items which describe characteristics of your organization. Indicate your agreement by choosing
the statement below which best represents your opinion concerning your organization.

I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree
3 = Slightly disagree 7 = Strongly agree
4 = Neither agree nor disagree

Select the corresponding number and enter it on the separate answer sheet.

(102) 123. Ideas developed by your work group are readily accepted by management personnel
above your supervisor.
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I = Strongly disagree 5 = Slightly agree
2 = Moderately disagree 6 = Moderately agree
3 = Slightly disagree 7 = Strongly agree
4 = Neither agree nor disagree

(103) 124. Your organization provides all the necessary information for you to do your job
effectively.

(104) 125. Your organization provides adequate and accurate information to your work group.

(105) 126. Our work unit is usually aware of important events and situations.

(106) 127. Your complaints are aired satisfactorily.

(107) 128. Your organization is very effective in plat ing the work to be accomplished.

(108) 129. Your organization is better run now than in the past.

(109) 130. Your organization is very interested in the attitudes of the group members toward their
jobs.

(110) 131. Your organization has a very strong interest in the welfare of its people.

(1I1) 132. 1 am very proud to work for this organization.

(112) 133. 1 feel responsible to my organization in accomplishing its mission.

(113) 134. The information in your organization is widely shared so that those needing it have it
available.

(114) 135. The people affected by decisions are asked for their ideas before the decisions are made.

(115) 136. Personnel in my unit are recognized for outstanding performance.

(116) 137. 1 am usually given the opportunity to present the results of my work to others.

(117) 138. There is a high spirit of teamwork that exists between co-workers.

(118) 139. There is ov'standing cooperation between work groups of your organization.

(119) 140. My supervisor's bo s is aware of the needs'of my work group.

(120) 141. This organization has clear-cut, reasonable goals.

(121) 142. 1 feel motivated to contribute my best efforts to the mission of this organization.

(122) 143. This organization rewards individuals based on performance.

(123) 144. Rules and regulations of this organization help me to perform my job.

(124) 145. This organization insures that I have the necessary supplies to adequately accomplish my
job.
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JOB SATISFACTION QUESTIONNAIRE

Instructios

The items below relate to your job or the Air Force as a profession. Indicate how satisfied or dissatisfied
you are with each item. Choose the statement below which best describes your degree of satisfaction or
dissatisfaction.

0 = Not applicable 4 = Neither satisfied or dissatisfied
I = Extremely dissatisfied 5 = Slightly satisfied
2 = Moderately dissatisfied 6 = Moderately satisfied

N/A ResPonse 3 = Slightly dissatisfied 7 = Extremely satisfied
Variable

772 (704) 146. Information on Policies and Procedures
The adequacy and availability of information on policies, such as promotion or other
organization policies.

773 (705) 147. Feeling of Helpfulness
The chance to help people and improve their welfare through the performance of your
job. The importance of your job performance to the welfare of others.

774 (706) 148. Control of Others (Non-Supervisoryl
The chance to tell others what to do. The control your job gives you over material.

775 (707) 149. Characteristics of the Local Area
The geographical area in which you work, weather in the locsl area, recreational
opportunities available, and the size of the surrounding community.

776 (708) 150. Soci Contact
Opportunity to meet new people, the amount and the meaningfulness of social contacts
required by the job.

777 (709) 151. Co-Worker Relatiomhips
Your amount of effort compared to the effort of your co-workers, the extent to which
your co-workers share the load, and the spirit of teamwork which exists between your
co-workers.

778 (710) 152. Family Attitude Toward Job
The recognition and the pride your family has in the work you do.

779 (711) 153. On-the-Job Training (OJT)
The OJT instructional methods and instructors' competence.

780 (712) 154. Techical Training 1Other then OJT)
The technical training you have received to perform your current job.

781 (713) 155. Moral Acmptabity of Job
The chance to do things not violating your sense of "right and wrong."

782 (714) 156. Self-improvement Opportunities
The educational and recreational opportunities provided in the surrounding community,
and the opportunity provided by the Air Force for self-improvement education.

783 (715) 157. Verbll and Written Communicatiom
The amount of required telephone communication and required paperwork in your job.

784 (716) 158. Work Itself
The challenge, interest, importance, variety, and feeling of accompishment you receive
from your work.

29
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0 = Not applicable 4 = Neither satisfied or dissatisfied
I = Extremely dissatisfied 5 = Slightly satisfied
2 = Moderately dissatisfied 6 = Moderately satisfied

N/A RO.SPn 3 = Slightly dissatisfied 7 = Extremely satisfied
Variable

795 (717) 159. Work Schedule
Your work schedule; flexibility and regularity of your work schedule; the number of
hours you work per week.

78b (718) 160. Job Security

787 (719) 161. Acquired Valuable Skills
The chance to acquie valuable skills in your job which prepare you for future
opportunities.

788 (720) 162. Base Exchange Servces
At your base.

789 (721) 163. Commisary
At your base.

711 (722) 164. Medical Facilities
At your base.

791 (723) 165. Your Job ms Whole
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